Abstract: This paper analyzes job mismatches in Switzerland based on a subjective measure of overqualification. According to job search and job matching theories, overqualification is a transitory problem for the individual worker that results from informational deficits. This problem ceases to exist once access to better information about the labor market allows the worker to move to a job with a better match. Other theories, however, show that overqualification can also be of a permanent nature because of lasting rigidities such as geographical immobility or discriminatory behavior of employers. Moreover, enduring overqualification may be induced by signaling or sheepskin effects. We test perpetuity of overqualification using panel data from the first five waves of the Swiss Household Panel covering the years 1999 to 2003. Overall, 13% of all workers assessed themselves as overqualified, 80% as adequately qualified and 2% as underqualified. The remaining 5% stated that there is no relation between their qualifications and their jobs. Our empirical analysis reveals little evidence for lasting rigidities that would cause permanent job mismatches. Rather, spells of overqualification are relatively short: about half of all individuals who were overqualified in a given year had an adequate job match one year later. While a short duration of overqualification would be consistent with job search and job matching theories, our observation that the probability of a job mismatch does not significantly decrease with age is at odds with these theories. Our paper provides an alternative explanation for this phenomenon; specifically, that the constant accumulation of experience and qualifications throughout a worker's career implies that, for a good job match to be maintained, qualification-specific job requirements must increase as the worker ages. Should this not occur, even older workers face a risk of becoming overqualified.
Introduction
The core function of labor markets is to match heterogeneous workers with heterogeneous jobs in such a way that workers' skills coincide with the requirements of their jobs. However, it is welldocumented in the theoretical and empirical economic literature that individual job/qualification mismatches occur. In empirical studies, particular attention has been given to overeducation, the status of individuals who possess more formal education than their jobs require.
Various explanations have been offered for the existence of job/qualification mismatches. One line of literature argues that qualification mismatches are caused by labor market frictions. For example, according to the job shopping and job matching theories developed by Johnson (1978) and Jovanovic (1979) , workers and firms cannot perfectly foresee the quality of a job match because of imperfect information. Therefore, workers may accept jobs that turn out not to match their skills.
Consequently, these workers seek new positions until they find an appropriate job match. Hence, these theories imply that job mismatches will be short lived and will occur predominantly at the beginning of individual careers.
Another type of rigidity that may lead to overqualification is geographical immobility. According to Frank's (1978) theory of differential overqualification, married women may move to their husbands' job location, thereby impairing their own career opportunities and foregoing potentially better job matches. As a result, they face a situation of enduring overqualification. A different theoretical approach to qualification mismatch assumes that individuals systematically acquire more skills than they can productively use in their jobs. For example, Spence (1973) , in his theory of job signaling, argues that at least some skills acquired by workers are not actually needed to fulfill job tasks but rather have the sole purpose of signaling the level of the workers' productivity to potential employers. Consequently, workers face a situation of long-term overqualification because they cannot use all their skills on the job.
A considerable number of empirical studies analyze mismatches between worker education and educational requirements for jobs. In many of these papers (e.g., Alba-Ramírez 1993, Battu et al. 1999 ), overeducation is understood as a form of job/qualification mismatch, and sometimes the terms 'overeducation' and 'overqualification' are used interchangeably. The main focus of this literature is the effect of overeducation on the returns for schooling (e.g., Duncan and Hoffman 1981 , Rumberger 1987 , Verdugo and Verdugo 1989 , Groot 1996 , Bauer 2002 ).
One common finding of these studies is that overeducated workers face a wage penalty compared to equally educated individuals because they cannot productively use all of their educational qualifications.
Nevertheless, despite the ambiguous predictions of the theory, relatively little work has been done to determine the permanency of individual spells of overqualification. Such a void is surprising because the duration of overqualification is certainly as important as wage effects in determining how large a problem overqualification is for an affected individual. Previous research based on overeducation measures suggests that job/qualification mismatches are quite stable. For instance, based on a small sample from the Panel Study of Income Dynamics, Robst (1995) finds that about 60% of the individuals who were overeducated in 1976 were still overeducated nine years later.
Similarly, Rubb (2003a) uses the 1992 to 1999 Current Population Surveys to show that about 75% of the individuals who were overeducated in a given year remained overeducated the following year. Certain evidence for more movement between overeducation and adequate education is provided by Battu et al. (1999) who analyze a sample of 1985 graduates from the University of Birmingham (UK). Of those graduates who had a job that required a degree in 1991, 10.7% of males and 18.8% of females were no longer in a degree-job in 1996.
Whereas these results tend to support the notion that overeducation is relatively permanent, it is less certain whether they allow for the conclusion that individual job/qualification mismatches are long lasting. In Rubb's (2003a) study, for instance, individuals are considered overeducated for a particular occupation if their level of schooling exceeds the occupation's national average level of schooling by more than one standard deviation. This common 'standard deviation' definition of overeducation implies that an overeducated worker can only escape overeducation by either changing occupation or leaving employment altogether. 1 With regard to job match, however, it is perfectly conceivable that an individual match can improve (or worsen) the situation by moving to another job within the same group of occupations or by an adjustment of the requirements for the present job. Therefore, the duration of individual job mismatches can presumably be more realistically analyzed based on a broader measure of overqualification. This paper uses the first five waves of the Swiss Household Panel (1999) (2000) (2001) (2002) (2003) to analyze the permanency of individual job/qualification mismatches based on a measure of subjective overqualification. Section 2 provides a discussion of the differences in the concepts of overeducation and subjective overqualification. Section 3 outlines the characteristics of the Swiss Household Panel data. Sections 4 and 5 give the results of the econometric analysis, and section 6 concludes the paper.
Overqualification and overeducation
In the framework of human capital theory, individual earnings depend on a set of personal characteristics that determine productivity. In the absence of discrimination, these characteristics can be labeled 'individual qualifications'. In a typical earnings equation, the qualification level of an individual is represented by such components as years of schooling, experience, and tenure. These elements can be understood as proxies for a multitude of specific skills such as teamwork skills, leadership skills, and so forth. 2 Of course, a skill will only have a productivity-and wage-enhancing effect if it can indeed be used by individuals on the job. In the case of skill underutilization, workers will earn salaries below their earnings potential. Consequently, they will try to find jobs in which, optimally, they can make use of all their skills. We will henceforth refer to workers who can make adequate use of their skills on the job as adequately qualified, while skill underutilization will be labeled overqualification.
Objective identification of an individual job/skill mismatch is a considerable empirical challenge because it requires a measurement of the differential between the skills of an individual and the skill requirements of a job. Individual skills can usually be at least approximately measured by such components as schooling, experience, and tenure. However, the definition of job requirements is problematic because it is very difficult to determine the experience and tenure requirements of a job or the extent to which different types of skills can be substituted for each other. One solution is to focus on educational matches only, which makes it relatively easy to determine the educational levels of individuals and the educational requirements of jobs. Previous literature uses several objective methods to identify such a match, 3 the most common of which is the previously mentioned approach of comparing an individual's educational level to the average or median educational level of persons in the same occupation. Individuals whose level of schooling exceeds the average or median by more than one standard deviation are considered overeducated. Since 2 Henceforth, we will use the words 'qualifications' and 'skills' interchangeably. A further concern is that individuals with a high level of education who accept jobs with fewer educational requirements might do so because they lack other skills. In particular, overeducation might to some extent compensate for low experience, and the respective individuals might not be overqualified once all qualification elements are taken into account. Sicherman and Galor (1990), Sicherman (1991) , and Alba-Ramírez (1993) find that recent college graduates do indeed seem to compensate for their inexperience through higher educational attainment. Moreover, Bauer (2002),
using German panel data, shows that after unobservable skills are controlled for by means of a random effects panel regression, the earnings penalty for overeducated workers becomes small and partially no longer significantly different from zero. This finding supports the notion that many workers identified as overeducated have an adequate job/qualification match when the entirety of their skills is evaluated to determine the match's quality.
Additional problems arise if an attempt is made to use an objective measure of overeducation to
analyze the permanency of job/qualification mismatches because then, by definition, the educational requirements of a job never change. In fact, all the jobs that belong to the same group of occupations are assumed to have the same requirements. Since the educational attainment of an individual is also relatively stable over time, overeducation will necessarily be found to be relatively stable over time unless there is a high level of interoccupational job mobility. Therefore, we analyze the duration of mismatches based on a measure of subjective overqualification, which has the advantage of not a priori restricting changes of the matching status to interoccupational job changes. Moreover, looking at subjective overqualification rather than subjective overeducation (as, e.g., in Alba-Ramírez 1993) takes into account that an individual's overall qualification will probably change over the course of a career, while educational attainment may typically stay constant.
Clearly, however, such conceptions of subjective mismatch also have drawbacks. For example, in his discussion of various definitions of overeducation, Chevalier (2003) argues that subjective measures can be affected by classification error because the researcher cannot know exactly how workers made assessments of their own matching status. At the same time, Chevalier (2003) concedes that only such a self-assessment can take the specific individual matching situation fully into account. This latter feature is crucial for preventing bias in the analysis of individual mismatch permanency owing to usage of a mismatch measure that by definition severely restricts the possibilities for changing the matching status.
Data
For this study, we use data from the Swiss Household Panel (SHP), a nationwide representative panel survey for Switzerland. Starting in 1999, the SHP data has been collected annually using computer-assisted telephone interviewing. In each of the selected households, a reference person answers a comprehensive personal questionnaire, while the remaining household members only respond to a basic set of questions. The first wave comprised a representative sample of 5,074
households with a total of 12,931 individuals, while the last wave included 3,289 households and 8,478 individuals. In each wave, the employed household reference persons were asked, "How do you estimate your qualifications with regard to your current job?" The four possible answers were as follows: "your qualifications are not sufficient", "your qualifications correspond to your job", "your qualifications are superior to your job", and "your qualifications do not relate to your job".
We will subsequently refer to these categories as 'underqualified', 'adequately qualified', 'overqualified', and 'no match'. The latter category reflects the fact that some workers with a very poor job/skill-match might be both overqualified in the sense that they can not use their skills on the job and underqualified in not having the skills required for the job.
The base sample of this study comprises 17,772 pooled observations of individual job matching statuses for individuals aged 25 to 60. The two genders are nearly equally represented, with 8,916
women and 8,856 men. We also use a sample of 13,673 observations that each refers to an individual's matching status in a year t and a new matching status in the following year t+1.
Permanency of overqualification
In a pooled sample of the SHP waves 1999 to 2003, 79.5% of the workers assessed themselves as adequately qualified (table 1) . The overqualified workers made up 13.4% of all workers, while 1.9% reported being underqualified, and the remaining 5.2% stated that there was no relation between their qualifications and their jobs. We will henceforth focus our analysis on the most important mismatch group -the overqualified workers. As shown in table 1, the incidence of overqualification is similar for both men and women and decreases slightly with age. In addition, the self-reported overqualification in Switzerland is lower than the rates of subjective overeducation in almost all of the more than 20 international studies summarized by Groot and Maassen van den Brink (2000). On average, the incidence of self-reported overeducation in these studies was more than 25%. These observations would be consistent with the explanation that educational mismatches are more common than overall job/skill-mismatches; however, because we are not aware of any Swiss dataset that measures overeducation, we cannot make a direct comparison of overqualification and overeducation within Switzerland. Therefore, it is also conceivable that the relatively low incidence of mismatches is a particular feature of the Swiss labor market. Table 3 compares the individual changes in matching status for overqualified or adequately qualified individuals in a given year. Again, there seems to be a relatively quick dissolution of overqualification because more than 46% of the individuals who were overqualified in year t reported an adequate job match in year t+1. The portion remaining overqualified for at least another year is only 42%. At the same time, the probability that an adequately qualified individual becomes overqualified is a modest 7.7%. A further observation from table 3 is that overqualified workers seem to face a higher risk of becoming unemployed. This finding is consistent with similar results in overeducation studies (e.g., Sloane et al. 1999 ). The most important gender difference related to changes in matching status is that women are much more likely than men to leave the labor market. However, this observation does not hold only for overqualified women but also for those who are adequately qualified.
Of course, the chances of becoming overqualified differ depending on certain individual characteristics. Table 4 shows multinominal logit estimates for the transitions from adequate qualification to overqualification and vice versa. 4 The results show no significant impact of gender or marital status on the probability of becoming overqualified. This finding is evidence against Clearly, overqualification is particularly relevant for those individuals having high qualifications.
Moreover, consistent with job search theory, the chance of becoming overqualified decreases with tenure as mismatches become apparent to both employee and employer during the first few years of employment and are quickly dissolved so that only individuals with a good job/qualification match reach higher tenure. Conversely, however, the probability of becoming overqualified does not decrease with experience. This observation provides evidence against the notion that overqualification primarily affects young individuals and is consistent with the finding (given in table 1) that the incidence of overqualification only modestly decreases with age.
The second part of table 4 shows the impact of some individual characteristics on the probability of an overqualified person moving to an adequate job match (relative to the probability of remaining overqualified). For women and married individuals, the odds of escaping overqualification seem to be somewhat smaller than for men and singles; however, these effects are not statistically significant at any conventional level. Individuals with a low educational level have a good chance of escaping overqualification, while neither experience nor tenure displays any sizable or significant effects. Note: All models include the five outcome categories 'adequately qualified', 'overqualified', 'underqualified', 'no match', and 'not employed/unemployed'. For the first three models, only the results for the 'overqualification' category are shown, while 'adequate qualification' is the reference category. 
Changes of Occupation and Employer
Because individuals are expected to seek an adequate job/qualification match, it can be predicted that workers facing a mismatch are more likely to change occupations or employers than their already well-matched peers. The results presented in table 5 show that relative to the reference category of adequately qualified workers, individuals with any type of qualification mismatch do indeed have an increased probability of changing occupation or employer. In the case of overqualification, these effects are consistently highly significant for both genders, which corresponds to similar results obtained using overeducation measures (e.g., Sicherman 1991, AlbaRamírez 1993). In previous research that analyzes job mismatches based on overeducation, there is by definition a very close link between changes in occupation and changes in matching status. Most particularly, when, as in Rubb (2003a) , an objective overeducation measure is used, an individual change in mismatch status requires either a job change or a change in educational attainment. Since worker educational level barely changes during a career, a job change is almost a necessary condition for a change in matching status. Therefore, by using a measure of subjective overqualification to determine job mismatches, we avoid imposing any restrictive conditions on changes in the matching status -individuals can change their matching status without moving to a new occupation. At the same time, to maintain an adequate job/qualification match, job requirements must be increased at least periodically to match the growing qualifications of an employee. If such an adjustment does not occur in a timely manner, the accumulated qualifications of an individual will increasingly surpass the unchanged job requirements. As a result, the individual will become overqualified even though no occupation or employer change has taken place.
Employers have several motivations for preventing their employees from becoming overqualified.
As shown in table 5, overqualification increases the probability that employees will move to another employer, and therefore employers risk losing employees who have become overqualified.
This outcome is particularly undesirable if the respective employees have acquired valuable company-specific skills and experience and if it is costly to find suitable replacement workers.
Moreover, some authors (e.g., Tsang and Levin 1985) argue that an underutilization of skills might, at least in the long run, lead to adverse workplace behavior such as low work effort or increased absenteeism. Such a possibility incentivizes employers to adjust job requirements to evolving individual qualifications. For instance, they may promote employees to jobs higher in the hierarchy or alter job tasks and responsibilities. These measures can effectively prevent or put an end to overqualification without any occupation or employer change on the part of the employee. Clearly, it is also conceivable that, for similar reasons, employees will try to negotiate such an internal solution to an imminent or existing overqualification problem. Finding an adequate job match with their present employer allows them to further utilize their company-specific skills, and the search for a matching job with the current employer may be less costly than a job search with a new employer. As a result, many adjustments of individual matching status occur while an employee remains with the present employer.
Conclusion
This paper analyzes the persistence of individual job mismatches defined by a subjective overqualification measure that is superior to previously used overeducation measures in capturing the dynamic aspects of mismatches.
Using a large Swiss panel dataset, we find that individual overqualification is only a transitory phenomenon: close to 90% of the affected workers escape overqualification within three years after becoming overqualified. This finding is evidence against the assumption of strong signaling effects, which implies that individuals must acquire far more skills than required by a job in order to be accepted for that job. Moreover, there seem to be no fundamental rigidities preventing certain groups of workers from finding jobs that match their qualifications. In particular, there is no evidence for an increased incidence of lasting overqualification among married women that could result from spatial and family-tie rigidities as proposed by the theory of differential overqualification.
However, overqualification does strongly increase the probability that a worker will move to another employer or even to another occupation because, in most cases, this move allows affected individuals to find an adequate job/qualification match. Nevertheless, changes in individual matching status do not only occur in the rather rare situations of occupation or employer change. On the contrary, many individuals move into, and out of, overqualification while remaining with the same employer and working in the same occupation. This finding is consistent with the notion that workers will become overqualified for their present job if the job requirements are not adjusted to their continuously growing individual qualifications. Moreover, because such failures in this adjustment process can occur at any time in an individual's career, overqualification is not, as suggested by job matching and job shopping theories, restricted to new entrants into the labor market. Rather, the empirical results of this paper imply that overqualification, while short lived for the individual, can affect workers with different levels of experience alike.
